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Abstract 
Management theoreticians agree goal is one of the important factors of consciously managed companies. However by the staff 
and management perceived importance of goals for various corporate levels is different. The paper points disparity in importance 
perception of goals and goals setting for various corporate levels in contrast to the contemporary generally expectation. The paper 
compares the perceived importance in three corporate levels and in relation to corporate vision and in addition to personal goals 
as well. The aim of the paper is based on quantitative survey to identify the most significant disparities in importance perception 
of goals. 
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1. Introduction 
As far as we have vision, goal, we know the way, we have the engine of an organization, which not only 
motivates but activates staff, managers and often stockholders as well. An example of importance of goals and 
visions is the story of using a map of the Pyrenees to find a path through the Alps described by Weick (1995). 
According Alfred Chandler (1969) are goals the basic starting point of strategic management, “…strategy is 
determinative of the basic long-term goals and objectives of an enterprise, and the adoption of course of action and 
the allocation of resources necessary for those goals.” Cole means “Strategic management is fundamentally about 
setting the aims of a company, choosing the most appropriate goals towards those aims, and fulfilling both over time. 
 
 
* Corresponding author. Tel.: +420-545-132-537. 
E-mail address: tomas.pysny@mendelu.cz 
© 2014 Elsevier B.V. This is an open access article under the CC BY-NC-ND license 
(http://creativecommons.org/licenses/by-nc-nd/3.0/).
Selection and/or peer-review under responsibility of the Organizing Committee of ECE 2014
550   Tomáš Pyšný and Josef Zrůst /  Procedia Economics and Finance  12 ( 2014 )  549 – 556 
Strategic management is a process, directed by top management, to determine the fundamental aims or goals of the 
company.” (Cole, 1994). Zadrazilova (2004) states inter alia that consciously managed companies should know 
where we want to be, know their visions and goals. Based on Boone and Kurtz (1992) the strategic management 
planning process is focused on goals setting of the organization. Based on Thompson and Stricland (1993) ideas 
strategic management is process inter alia including mission formulation and of course goals setting.  
The whole management theory is full of ideas of importance of goals and goals setting. The business schools 
teach about the importance of the goals even research results confirm it.  However in the real life of organizations 
the perception of importance of goals could vary. 
2. Aim, material and methods  
2.1. Aim 
The aim of this paper is to verify or falsify the extant disparity in importance perception of goals and goals setting 
for various corporate levels and confirm or refuse assumed importance of goals and goals setting for strategically 
managed organization. Using translation goals into hypotheses we obtain two hypotheses H1: “For strategic 
management are important goals for all the hierarchical levels.” and H2: “There is a disparity in importance 
perception of goals and goals setting between organizational levels.” 
2.2. Material and methods 
In the first step we went through with situation analysis. Considering the solved problem was used questionnaire 
to obtain data in the online survey why it was suitable to gathering the quantitative data. 
The research was compartmentalize in ten steps – hypothesis determination, target group identification, research 
sample identification, hypothesis operationalization, pilot study realization, questionnaire design, preliminary 
research performance, data gathering, analysis of data and data interpretation.  
2.2.1. Sampling 
Sample was identified based on educated guess of representative unit using purposive and judgmental sampling. 
Appropriate sample based on previous principle are respondents working in managerial positions in organizations in 
Czech Republic and respondents working in nonmanagerial positions as well used as reference sample.   
Number of elements of survey population was given by equations for qualitative character, 
 
(1) 
  
 
 
where t – is the reliability coefficient, P – the proportion of units which show alternative one, Q – the proportion 
of units which show alternative two (Stávková, Dufek 1998). 
In the research was used the value of the coefficient of reliability t = 2, for 95 % probability. P value was set at 
0.4 as the proportion of units assigned to management positions and Q value was set at 0.6, based on pretest survey 
as the proportion of units assigned to nonmanagerial positions. Accept we 5 % error rate, the expected number of 
respondents is n = 384. In the next steps primary qualitative research based on standardized interview was aimed to 
clarify attitude of corporate specialists to researched field and to compile the questionnaire and primary quantitative 
pretest was performed to verify practicability of the questionnaire. 
In the stage of data gathering were via email or over the phone asked in total 3597 respondents to fill out the 
online questionnaire. Finally from the sampling frame just 372 asked respondents completed the questionnaire but 
55 completed questionnaires were due the fatal incompleteness or other reasons of inapplicability refused and just 
317 questionnaires were processed. However it could happen some respondents did not answer all questions and the 
total number of respondents may slightly vary for some questions.  
2
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2.2.2. Data analysis  
The evaluation of the questionnaires and to assess the relations of various qualitative characters were used 
statistical methods, especially contingency tables, square contingency and contingency coefficients, which were used 
to test relationships between variables, especially square contingency (χ2), Cramer's contingency coefficient or 
Pearson's coefficient of contingency (Minařík, 2000). 
To complete the χ2- test has been performed, with probability of test criterion χ2 α and degree of freedom.  
(2) 
ν = (r − 1) ּ◌(s − 1)  
 
Based on χ2-test was tested hypothesis H ≡ ρ = 0 confirmed or refused. (Hendl, 2006). To verify the hypothesis 
were as the next methods used Popper's falsification method and/or test the relative frequency of a particular variant 
of a character in the sample population using test statistics (Stávková, Dufek, 1998) 
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We do not reject the hypothesis H1 ≡ π = π0 ↔ U > u, u – is a critical value of the standardized normal 
distribution.    
3.  Results 
The following determinants of goals disparity perception were used in questionnaire and are lettered D1 – D8: D1 
– Clear conception, D2 – Formulation of company’s vision, D3 – Determined objectives for your company, D4 – 
Determined objectives for your department of your company, D5 – Following a wider range of company objectives, 
D6 – Defined job objectives, D7 – Defined personal objectives, D8 – Consistency between personal and job 
objectives. 
3.1. Demographic and organizational characteristics 
Online survey participated 317 respondents, 54 % of females and 46 % of males. Age structure of the sample to 
20 years of age – 1, ranging from 21 to 30 years of age – 143, from 31 to 40 – 111, from 41 to 60 – 55 and over 60 – 
6 respondents. Education of the respondents: Secondary and higher education – 103, university degree – 213 
respondents. The most important characteristic based on purposive and judgmental sampling for the survey used as a 
basic criterion was the required position of the respondents.  
Due to the content of the survey was as a suitable group of respondents considered the group of respondents in 
managerial positions, it could reasonably be assumed higher relevance of responses to said characteristics by this 
group. The frequency of respondents in managerial positions divided was:  
Top management (MV) – 53, Middle Management (MS) – 64 and Lean Management (MN) – 72 respondents, in 
nonmanagerial positions were: nonmanagerial administrative (NA) – 83 and nonmanagerial operational (NP) – 44 
respondents. The share of managerial positions was 60 % and of nonmanagerial positions was 40 %. 
An important reference factor was the size of respondent organizations, in terms of employees. Just only 
6 respondents were from organizations with 1 employee (span a), 54 respondents were from organizations with 2–9 
employees (span b), 61 respondents were from organizations with 10–49 (span c) employees, 40 respondents were 
from organizations with 50–99 employees (span d), 37 respondents were from organizations with 100–249 
employees (span e) and 118 respondents were from organizations with 250 employees and above (span f). Limits of 
the intervals were defined according to Veber and Srpova (2008). 
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3.2. Data analysis and test of the importance of individual determinants of strategic management  
In the first step it was to verify the perceived importance of D1–D8 for strategic management of organizations. In 
the questionnaire there was used scale from 1to 4, where 1 means “Not important” and 4 “Highly important” and for 
relative frequency test sum of 1 (A1) and 2 (A2) means not important (in table No) and sum of 3 (A3) and 4 (A4) 
means highly important (in table Yes). In the table No. 16 we can see the results for tests of the relative frequency at 
the level of significance 0.95. Reference determinant may be considered important with the relative frequency of 
variations occurrence higher than 0.6.  
Table 1. Test of the determinants importance D1–D8.  
  
character values 
n 
abs. frequency Relative freq.  0,6 
Result of testing A1 A2 A3 A4 Yes No Yes No U Yes 
D1 0 11 69 236 316 305 11 0.965 0.035 13.25 Accepted 
D2 5 33 135 143 316 278 38 0.88 0.12 10.15 Accepted 
D3 1 9 98 208 316 306 10 0.968 0.032 13.37 Accepted 
D4 2 18 141 155 316 296 20 0.937 0.063 12.22 Accepted 
D5 6 103 152 55 316 207 109 0.655 0.345 2 Accepted 
D6 4 31 151 130 316 281 35 0.889 0.111 10.5 Accepted 
D7 9 59 122 126 316 248 68 0.785 0.215 6.71 Accepted 
D8 15 57 128 116 316 244 72 0.772 0.228 6.25 Accepted 
 
Based on the comparison of table critical values of the standardized normal distribution u and of the test statistics 
U, we can state that a given hypothesis H1 is accepted, so the goals and goals setting is important for strategically 
managed organizations.  
3.3. Analysis of compliance responses versus organizational and demographic characteristics 
For a quick visual overview and quick data analysis were prepared semantic differentials, where value 1 indicates 
no one importance of the determinant and value 4 indicates high importance. The resulting idiographic expression 
was further analyzed with regard to the identification of different attitudes, marking a mismatch in the analyzed 
group. Identified significant discrepancy was further analyzed using contingency tables. In contingency tables was 
for marking of the importance of the relevant determinants for reasons of processing the results used the character 
encoding A1 to A4, analogical B1 to B4, where A1 means no one importance, A2 – low importance, A3 – middle 
and A4 high importance. Interesting results in disparity perception of goals and goals setting can we find if we 
compare small and large organizations. In the next Fig. 1 can we find the semantic differential by the size of the 
organization. Respondents from the organizations with more than 250 employees in opposite to small organizations 
mean the goals are more important in general, significant difference is apparent in the goals for company, 
department and for job. On the other hand they almost agreed on the importance of personal objectives.   
 
 
 
 
 
 
 
 
 
 
Fig. 1. Semantic differential by size of organization – size f (red), size b (blue). 
553 Tomáš Pyšný and Josef Zrůst /  Procedia Economics and Finance  12 ( 2014 )  549 – 556 
The most important monitored factor related to the results of this research is the position of the respondent in the 
organization. To compare results we used two basic groups of respondents namely respondents in managerial 
position and respondents in nonmanagerial positions. The respondents from managerial positions mean the clear 
concept, formulation of company’s vision and defined personal objectives are more important. What is surprising the 
respondents in managerial positions place less emphasis on the consistency of personal and professional goals than 
the respondents in nonmanagerial positions.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 2. Semantic differential depending on the position of the respondent – managerial positions (red), nonmanagerial 
positions (blue) 
 
Then was identified the group of respondents in top management positions in the large organizations namely in 
organizations with more than 50 employees (in accordance with the coding and hereafter referred to as MV def. 
Identified a group of MV def is with regard to the principle of selection by the appropriate judgment as reference 
group compared with other selected groups.  
If we compare respondent opinions of above defined group MV def and respondent opinions of group of 
respondents on nonmanagerial positions, we can find significant differences almost in all determinants. 
In the following figure number xx are given semantic differentials of respondents operating in senior management 
positions in organizations employing 50 or more employees. Differently and with greater emphasis being placed 
rated senior managers of companies employing 50 or more employees especially clear concept, vision formulation, 
determination of company objectives, job objectives, personal objectives and consistency of personal and job goals 
as well.   
 
 
 
 
 
 
 
 
 
 
 
 
 
Fig. 3. Semantic differential – senior management versus nonmanagerial positions (MV def – red, NP – blue)  
554   Tomáš Pyšný and Josef Zrůst /  Procedia Economics and Finance  12 ( 2014 )  549 – 556 
3.4. Interdeterminant comparison between selected determinants 
Interdependences analyzed in the next section will be monitored between “Clear conception” and “Formulation of 
company’s vision.”, “Formulation of company’s vision.” and “Determined objectives for your company.”, 
“Determined objectives for your company.” and “Determined objectives for your department of your company.”, 
“Determined objectives for your department of your company.” and “Defined job objectives.”, “Defined job 
objectives.” and “Defined personal objectives.”, “Consistency between personal and job objectives.” and “Defined 
job objectives.”, “Consistency between personal and job objectives.” and “Defined personal objectives.” 
 
“Clear conception” versus “Formulation of company’s vision.” 
Whilst majority of respondents means determinant „Clear conception.“ is highly important, 236 respondents 
choose value 4 (A4), 69 respondents choose value 3, just only 11 respondents choose value 2 (A2) and nobody 
choose value 1 (A1), determinant „Formulation of company’s vision.“ is not perceived so clearly even 5 respondents 
choose value 1 (B1), 33 respondents choose value (B2), 135 respondents choose value 3 (B3) and 143 respondents 
choose value 4 (B4), see Table 2.  
Table 2. Contingency table “Clear conception.” versus “Formulation of company’s vision.”  
Answer variant 
Formulation of company’s vision 
Sum B1 B2 B3 B4 
Clear 
conception 
A2 2 4 4 1 11 
A3 2 12 33 22 69 
A4 1 17 98 120 236 
Sum 5 33 135 143 316 
 
Contingency coefficients 
Square contingency  42.69225 
Mean square contingency 0.135102 
Cramér's coefficient   0.2599 
 
Contingency coefficients show a weak to moderate dependence of observed determinants, just only ¼ of 
respondents mean that both determinant are equally important. χ2 test demonstrates that it is possible to reject the 
assumption of independence but dependence is really weak. 
 
„Formulation of company’s vision.“ versus „Determined objectives for your company.“ 
Only a clear and well-defined goals can lead to the realization of the vision of the company.   
 
Table 3. “Formulation of company’s vision.” versus “Determined objectives for your company.“  
Answer variant 
Determined objectives for your company 
Sum B1 B2 B3 B4 
Formulation of 
company’s vision 
A1 0 1 2 2 5 
A2 0 2 14 17 33 
A3 1 3 56 75 135 
A4 0 3 26 114 143 
Sum 1 9 98 208 316 
 
Contingency coefficients 
Square contingency  29.93808  
Mean square contingency 0.094741  
Cramér's coefficient  0.1777 
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Values of Cramér's and Pearson's coefficients point to the low dependence observed determinants. Less than 1/5 
respondents evaluate equal both determinants. χ2 test demonstrates that it is possible to reject the assumption of 
independence but dependence is again very weak. 
 
„Determined objectives for your company.“ versus „Determined objectives for your department of your 
company.“  
To maintain continuity of objectives setting at various levels should correspond with the answers on these 
determinants. 
Table 4. „Determined objectives for your company.“ versus „Determined objectives for your department of your company.“ 
Answer variant 
Determined objectives for your department of your 
company 
Sum B1 B2 B3 B4 
Determined objectives 
for your company 
A1 0 1 0 0 1 
A2 1 3 4 1 9 
A3 1 7 65 25 98 
A4 0 7 72 129 208 
Sum 2 18 141 155 316 
 
Contingency coefficients 
Square contingency  83.98801 
Mean square contingency 0.265785 
Cramér's coefficient  0.2976 
 
Values of Cramér's and Pearson's coefficients point to the low dependence observed determinants. Only third of 
respondents evaluate equal both determinants. χ2 test demonstrates that it is possible to reject the assumption of 
independence but dependence is again very weak. 
 
“Determined objectives for your department of your company.“ versus „Defined job objectives.“ 
To maintain continuity and objectives in achieving the company's goals in their hierarchical interdependence, it is 
again important objectives of the department to convert to the level of the individual, therefore, define career goals 
of individual employees in accordance with the objectives of the department, which should of course be defined in 
accordance with company goals.  
Table 5. “Determined objectives for your department of your company.“ versus „Defined job objectives.“ 
Answer variant 
Determined objectives for department of your company 
Sum B1 B2 B3 B4 
Defined job 
objectives 
A1 1 1 2 0 4 
A2 0 6 19 6 31 
A3 1 10 88 52 151 
A4 0 1 32 97 130 
Sum 2 18 141 155 316 
 
Contingency coefficients 
Square contingency  108.4432 
Mean square contingency 0.343175 
Cramér's coefficient  0.3382 
 
Contingency coefficients show a moderate dependence of observed determinants, just only third of respondents 
mean that both determinants are equally important. χ2 test demonstrates that it is possible to reject the assumption of 
independence but dependence is really weak. And on the other hand two thirds mean that both determinants are not 
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equally important. Awareness of the importance of linking objectives at various levels and their deployment to the 
level of the individual, thus, leads to the conclusion that not recognizing of the importance of this is alarming. 
 
„Defined job objectives.“ versus „Defined personal objectives.“ 
If we should meet job objectives, consistent with the logic is clear that the complementarity of the goals thus the 
implementation of job goals, which also lead to the fulfillment of personal goals will be much easier than in the case 
of antagonistic goals. However the assumption is, personal goals must be defined. 
Table 6. “Defined job objectives.“ versus “Defined personal objectives.“  
Answer variant 
Defined personal objectives 
Sum B1 B2 B3 B4 
Defined job 
objectives 
A1 1 0 3 0 4 
A2 4 15 5 7 31 
A3 3 35 79 34 151 
A4 1 9 35 85 130 
Sum 9 59 122 126 316 
 
Contingency coefficients 
Square contingency  100.8495 
Mean square contingency 0.319144 
Cramér's coefficient  0.3262 
 
Contingency coefficients show a moderate dependence of observed determinants, just third of respondents mean 
that both determinant are equally important. χ2 test demonstrates that it is possible to reject the assumption of 
independence but dependence is really weak. 
4. Conclusion 
The work is based on different perceptions of the importance, therefore, of opinion or view disagreement, trying 
to draw attention to problem areas of creating and implementing strategies. One of the areas with opinion or view 
disagreement is the area of goals and goals setting, where respondents place different importance to each goal and 
even in the process of goals setting as well.   
The result of the pilot study showed that predominantly “top” management has just convinced a opinion and view 
consensus of colleagues, as well as of superiors and subordinates on areas related to strategic management of their 
organization. However as demonstrated by the survey, this view was not always consistent with the observed facts.  
Based on results we can state that “For strategic management are important goals for all the hierarchical levels.” 
so the hypothesis H1 was confirmed. Furthermore based on results we can then also state “There is a disparity in 
importance perception of goals and goals setting between organizational levels.” so the hypothesis H2 was 
confirmed as well.  
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